Work-life balance is a priority of EU policies but at the same time demographic change affects the labour market. Employers have to deal with the ageing of their employees and adjust human resource management to maintain their competitiveness. OBJECTIVE: The purpose of the article is to answer research questions: whether the age of workers determines their assessment of the work-life balance, and whether there is a relationship between the worker's age and their assessment of the activities undertaken by their employer to provide them with work-life balance.
Introduction
People change with age: their physicality, behaviour as well as perception and evaluation of certain phenomena change. Due to the progressive ageing of the global population and the increasing proportion of older people in the total population [1] , more and more attention is paid to the analysis and description of the specific characteristics, attitudes and behaviours of older people in the literature [2] [3] [4] [5] . Issues particularly interesting for researchers include questions concerning the sense of happiness, life satisfaction and self-esteem of welfare as a result of the work-life balance achieved by the individual [6] [7] [8] .
In economic terms, the ageing population is primarily a real threat to the stability and sustainability of the labour market and the competitiveness and innovativeness of the economies of individual countries. The economists', social scientists' and politicians' interest in issues related to motivation and behaviour of seniors is therefore closely connected with the search for new opportunities of extending the period of economic activity of this group [9] and using the potential of knowledge and experience held by older people in enterprises [10] . The results of research on the factors influencing the decisions of people of non-mobile and old age to continue work (despite obtaining pension rights) or withdraw from the labour market point to three main groups of such factors [11] : a) individual, resulting from motivation, family situation, economic situation etc., b) depending on the conditions prevailing in the workplace, as well as c) related to the general legal, economic and social environment of a given country. Fraser et al. [12] supplement the list of factors that influence the seniors' decisions about the future career with individual psycho-physical conditions (age-related decline in health, physical and cognitive functions, perception of stress) or the level of adaptation of their knowledge and experience to the current labour market conditions.
The authors of this article analysed the work-life balance perceived by the employees at the individual level and how it affects job satisfaction and its continuation in old age. The purpose of the analysis was to decide whether the age of workers influences their assessment of the work-life balance level reached by them, and whether there is a relationship between the worker's age and their assessment of the activities undertaken by their employer to provide them with work-life balance. The intention of the authors was that the results be the inspiration for the decisions and actions of employers in the field of personnel management and for creating workplace conditions encouraging senior workers to continue working, even upon becoming entitled to old-age pension.
Work-life balance -overview of the basic issues
Work-life balance (WLB) constitutes a development of some earlier theories -i.e. work-family conflict [13] and work-family balance [14] associated with reconciling the different social roles that a human plays during their lifetime. In a broader sense, the notion reflects the issue of preserving the balance between work and the rest of the spheres of human activity [15] [16] [17] . Kirchmeyer [18] defines the WLB as the ability to simultaneously achieve one's goals and feel satisfaction in all spheres of life. In turn, according to Greenblatt [19] , it is an acceptable level of conflict between the work-related needs and non-professional spheres.
Issues related to achieving WLB are examined in the subject-matter literature on three levels: individual, organizational, and on the level of the society as a whole.
On the individual level, the WLB means the ability to join work with other dimensions of human life: home, family, health, social activity, private interests, etc. [20, 21] . From this perspective, WLB provides psychological well-being, high self-esteem, satisfaction, and overall sense of harmony in life of an individual [22, 23] . Individuals keeping the balance between work and personal life are happier, healthier and more creative [24] -they satisfy their desire for prosperity and the feeling of accomplishment and satisfaction [25] . Arott [26] adds that only successful dealing with three areas of life at the same time (in the family, in the workplace and in local communities) provides an individual with appropriate development and psychological balance. It should be emphasized at this point, however, that the equilibrium point is not the same for everyone, and the reconciliation of professional and non-professional life is made possible by the appropriate organization of time and support from family [27] and colleagues [28] .
At the level of organization, the work-life balance means appropriate management system and personnel policy [29] conducive to maintaining the balance by the employees. It is also the organization's use of solutions aimed at improving the quality of work and life [30] . From the point of view of the organization, the employees' WLB means more opportunities for its development, also through an increase in productivity and innovation [31] . The instruments most commonly offered by employers to help employees maintain work-life balance include [32] :
-more flexible forms of work and working time organization, as well as some non-standard forms of employment (outsourcing and contracting work, temporary work, task-based working time, on-call work, equivalent working time, substitution or job-sharing), -various types of leaves and allowances and exemptions from obligations of work, provided to the employee because of their need to fulfil family responsibilities, -benefits realized in various forms by the employer for employees who use alternative forms of care for dependents (e.g. a company kindergarten), -bonuses (financial and non-financial) to the employees who are forced to reconcile work and caring responsibilities.
In the broadest sense -at the level of society -the realization of the idea of work-life balance means such an organization of the labour market that improves the ease of finding work and increases the sense of security of employment [30] . The development of WLB at the society level may be associated with the introduction of specific formal solutions by the state and its agencies (within the broader labour market policies or the so-called 'pro-family policy') or based on the initiatives undertaken by the institutions forming the labour market (including the entrepreneurs themselves), resulting from the managers' high awareness of work-life-balance subject. The first case relates to the so-called European model, of a social and obligatory nature, the functioning of which is based on legal regulations and social dialogue. It is focused on 'pro-family' policy and the development of atypical employment and work organization. The second perspective is, in turn, dominated by employers' voluntary actions aimed at shaping the WLB, known as work-life programmes -this approach is referred to as 'the American model' in the subject-matter literature. This model is focused on attracting employees who are valuable for the company, retaining them, as well as creating conditions conducive to achieving the best working conditions and development [33] .
Lack of or insufficient level of WLB at the individual, organization and society levels has several negative consequences in each of these dimensions (cf. Fig. 1 ). The persistent deficits of WLB can lead in the long term to [34] 
-at the individual level -the individual's permanent withdrawal from the labour market, and even social exclusion, -in the perspective of the organization -limited access to skilled workers, increased labour costs, as well as reduced production capacity and competitiveness of the sector, -for society -a threat to public finance sustainability, slowing the pace of development and reducing the competitiveness of the economy.
Work-life balance at the individual level
Striking a balance between work and private life is a challenge for any economically active individual, and the level of such equilibrium is determined on an individual basis. Based on the results of research it can be stated that the subject-matter literature provides list of the most commonly mentioned determinants shaping the WLB of individuals. These include: family situation, working conditions and economic aspects (cf. Fig. 2 ). The most exposed to the WLB disorders include those with children, as well as caring for the elderly and disabled [35] . In addition, the following groups are listed as being at risk: women, individuals at serious risk of losing their job and remote chances of finding comparable work, the disabled, the low-qualified, the self-employed.
Also some personality traits of individuals influence the balance between work and family life. These include, among others: high neuroticism, low level of tolerance and the ability to compromise, as well as low self-perception of own effectiveness. It was also showed that the work-personal life conflict is exacerbated by workaholism [36] .
The literature of the subject, as well as expertise and statistical statements drawn up by international organizations [37, 38] relatively rarely take into account the individual's age as a factor that generates conflict between work and family life. Crompton and Lyonette [39] prove, however, that younger people (due to parental responsibilities, the initial phase of career development, etc.) are more likely than the older ones to report the occurrence of WLB disruptions. This is also confirmed by the results of the Quality of Life Survey [40] . From a study carried out among New Zealanders in 2008, it appears that the working people aged 55-64 years and 65 years or more belong to the most satisfied with the achieved WLB among all age groups.
According to Yeandle [8] and Phillipson [41] , the achievement (or failure to achieve) a desired level of WLB by older workers is influenced by a rather broadly based public policy determining the position of individuals of non-mobile and retirement age than their age itself. Penner et al. [42] links the possibility of WLB growth among the seniors with activities related to increasing the labour market flexibility and its better adaptation to the needs of this group. In turn, Auer and Speckesser [43] point out that the problems with achieving proper WLB by older people most often stem from the stereotypical perception and discrimination of this group in society and in the workplace.
The methodology of research
The article is based on the results of a survey conducted within the framework of the "Best Agers Lighthouses -Strategic Age Management for SME in the Baltic Sea Region" international project 1 .
The achievement of the main goal of the project, i.e. the implementation of specific activities in the field of age management in selected SMEs and public organizations (Lighthouse Organizations) was preceded by a series of scientific studies designed by the scientific partners of the project: Aalto University (FI) and Gdansk University of Technology (PL).
One of the stages of the implementation of the project was conducting questionnaire research among the employees of the Lighthouse Organizations. On the one hand, the purpose of the questionnaire was to study the employees' work engagement, health and ability to function. On the other hand, the questionnaire served to analyse the employees' opinions about age management in their organizations, as well as their views of themselves and their attitude towards work and retirement. There were altogether 67 questions in the questionnaire divided into six different categories related to the above-mentioned themes of the study. The questionnaire was translated into national languages, so that all the respondents could answer the questions in their mother tongue and for example terminological confusion could be avoided. All answers to the questionnaire were collected in one database and analysed by the Scientific Partners.
The study was carried out from June to November 2013 and covered all the employees of the Lighthouse Organizations, a total of 509 individuals. Upon verification of the completeness and correctness of responses 440 questionnaires were enrolled to further analysis, of which 253 (57%) were from women and 187 (43%) from men. Among the questionnaire survey participants, 113 (26%) came from Lighthouse Organizations from Finland (FI), 265 (60%) from Lithuania (LT) and 62 (14%) from Sweden (SE). The characteristics of the study participants are presented in Table 1 . The age of respondents ranged from 21 to 70 years, the mean age was 44.3 years and the median 43 years (cf. Table 2 ). The article gives the conclusions of the analysis of some of the results of the questionnaire survey, narrowed to the issue of evaluation of the degree of satisfaction with the WLB achieved by the employees of the Lighthouse Organizations. The aim of this part of the study was to obtain answers to two basic research questions:
-whether the age of employees has an impact on their evaluation of achieved level of WLB, -whether there is a relationship between age and the assessment of activities undertaken by employers to provide workers with work-life balance.
In the statistical analysis of the results, the Kruskal-Wallis test was employed. This is a nonparametric alternative for the one-factor analysis of variance in the inter-group set-up used to compare three or more samples. The Spearman's R correlation analysis was used to express the co-dependency (statistical significance) between the examined variables.
The survey results
In order to obtain answers to the research questions formulated above, respondents were asked to comment on the following statements: -Q 46: "I maintain well a balance between my work and private life", -Q 28: "In our organization all employees have equal opportunities for flexible solutions to the work-life balance".
In regard to the first statement: "I maintain well a balance between my work and private life" the subjects could indicate one of the five answers: "I agree", "I somewhat agree", "I somewhat disagree", "I disagree" and "I do not wish to answer". The vast majority, 83% of surveyed employees, agreed with the statement suggesting that they maintain a balance between professional and private life (the aggregated answers "I agree" (46%) and "I somewhat agree" (37%)). Only 15% of all respondents felt that they do not maintain such balance (aggregated answers "I somewhat disagree" (10%) and "I disagree" (5%)). In addition, 2% of respondents expressed no willingness to respond. To verify the first research question, "Does the age of employees influence their assessment of the achieved level of WLB?", the obtained results were analysed in terms of respondent age (cf. Table 3 ). While the main trend of the distribution of results has been preserved, i.e. the vast majority of respondents agree with the statement that they keep a balance between work and private life, there are, however, some variations in the frequency of indications "I agree" and "I somewhat agree" depending on the age of the respondents. The respondents from the 35-44 years age group indicate the answer "I agree" less frequently (37%) than respondents from the 55-70 years age group (56%). This means that in the oldest group of workers proportionally more respondents than in the case of workers aged 35-44 years believe that they achieve a balance between work and private life. In addition, workers aged 35-44 years more often (9%) than the others indicate the answer "I disagree", denoting the lack of WLB in their lives. Moreover, the aggregated results of the youngest respondents aged 18-34 years in this group indicate that the positive answers are less frequent (78% of aggregate results "I agree" and "I agree somewhat") than among respondents aged 45-54 years (88%). The above-mentioned dependencies are illustrated in Fig 3. To determine whether the above-discussed differences in the results are statistically significant, a In addition, the Spearman R correlation analysis showed the statistical significance of a weak positive linear relationship between the age of respondents and their claims related to maintaining WLB Table 3 The respondents' reactions to the statement "I maintain well a balance between my work and private life" according to their age Age (years) I agree I somewhat agree I somewhat disagree I disagree I do not wish to answer Line total 18-34  N  43  33  13  4  5  98  %  44%  34%  13%  4%  5%  100%  35-44  N  52  65  10  12  0  139  %  37%  47%  7%  9%  0%  100%  45-54  N  46  34  8  2  3  95  %  50%  37%  8%  2%  3%  100%  55-70  N  62  32  12  3  1  105  %  56%  29%  11%  3%  1%  100%  TOTAL  N  203  164  43  21  9  440  %  46%  37%  10%  5%  2%  100% Source: own elaboration. (R Spearman = 0.13; p < 0.01). This means that in general, the positive assessment of the balance achieved between work and private life varies depending on the age of the workers. Older workers tend to express more positive assessments.
To verify the answer to the second research question, "Is there a relationship between the employee age and their assessment of the actions taken by the employer to provide WLB in the workplace?", the employees participating in the study were asked to react to the statement: "In our organization all employees have equal opportunities for flexible solutions to the work-life balance". The respondents marked their responses on the scale: "No", "Not sure", "Yes", "I do not wish to answer". Of all the answers, 27% were negative assessments related to the statement that at the surveyed employees' workplace all the workers are provided with equal opportunities to use flexible solutions to maintain a balance between work and private life. 34% of respondents indicated the answer "I'm not sure", while only 36% the answer "Yes". In addition, 4% of respondents have decided not to answer. Only one-third of the answers obtained in the context of the statement concerning the working conditions enabling the maintenance of WLB are positive.
The respondent answers were also analysed in relation to the criterion of their age. The Table 4 shows the quantitative and percentage distribution of responses broken down by age groups of the survey participants.
The conducted analysis shows that the age of respondents influences their answers. The youngest workers by far most frequently (46% of respondents in this age group) agreed with the statement that their organisation provides all workers with equal opportunities to benefit from flexible solutions aimed at ensuring the maintenance of a balance between professional and private life. Workers in the older, 35-44 years age group, on the other hand, chose the answers "I'm not sure" (40%) and "Yes" (35%) most often. The workers from the 45-54 years age group, in turn, frequently selected the answers "No" (37%) and "I'm not sure" (34%). In addition, in the oldest group of workers aged 55-70 years the diversity of responses was the smallest and amounted to approximately 6%. The above-mentioned differences are illustrated in Fig 4. To determine whether the above-indicated differences in the results are statistically significant, a statistical analysis based on the Kruskal-Wallis test was employed. The test results confirm a statistically significant difference in the way respondents answer according to their age (H (3, N = 440) = 14.1, p = 0.01), with particular emphasis on the differences between the respondents in the 18-34 years and 35-44 years, as well as 18-34 years and 45-54 years age groups.
In addition, an analysis of the Spearman's R correlation showed statistical significance of weak negative linear dependence between the age of the respondents and the statement that their organization provides all workers with equal opportunities to benefit from flexible solutions aimed at ensuring the maintenance of WLB. Spearman's R = -0.13; p < 0.01. This means that this assessment varies depending on the age of the workers and younger workers tend to express more positive assessments.
Conclusion
In this article, an attempt has been made to answer two research questions: whether the age of workers determines their assessment of the WLB level reached by them, and whether there is a relationship between the worker's age and their assessment of the activities undertaken by their employer to provide them with WLB. To verify both questions, the results of the research carried out among more than 500 employees of the Lighthouse Organizations (SMEs and public organisations sector enterprises), participating in the "Agers Lighthouses -strategic age management for SME in the Baltic Sea Region" project.
The use of non-parametric methods of statistical analysis made it possible to draw some general conclusions related to the surveyed population:
-the vast majority of staff of the Lighthouse Organizations (83% of the aggregated responses "I agree" and "I somewhat agree") agrees with the claim that they manage to maintain the WLB; -employees representing older age groups are more likely than workers from younger age groups to indicate the maintenance of WLB; -a statistically significant difference in the way respondents answer according to their age, with particular emphasis on the differences between the respondents in the 55-70 years and 35-44 years, as well as 55-70 years and 21-34 years age groups, was shown; -the surveyed employees assessed the conditions to ensure the WLB in their workplace as worse than their own sense of WLB -only 36% of respondents agreed with the statement that in their organization all workers have equal opportunities to benefit from flexible solutions aimed at ensuring the maintenance of WLB; -in the case of employees' assessment of the WLB conditions created by the organization the impact of age was also demonstrated -older workers more frequently than the younger ones do not agree that all workers have equal opportunities to benefit from flexible solutions aimed at ensuring the maintenance of WLB.
The responses received for both of research questions analyzed in the article (due to the questionnaire design) do not exhaust authors' scientific interests. They believe the further research is required. Among the outstanding issues are:
-why only one third of respondents agreed with the statement that in their organization all workers have equal opportunities to benefit from flexible solutions aimed at ensuring the maintenance of WLB,
-why older workers are more likely than younger ones to not agree that all workers have equal opportunities to benefit from flexible solutions aimed at ensuring the maintenance of WLB, -who, in employees opinion (including the age criteria), benefits more and who benefits less from flexible solutions aimed at ensuring the maintenance of WLB, -what solutions should be developed to ensure WLB in the workplace for all employees (regardless their age).
The analysis presented in the article did not take into account the diversity of the answers given by the respondents according to the type of organization in which the surveyed employees worked and the state in which the organization functioned.
Despite having used some simplifications and incomplete picture of employees' assessment of benefiting from flexible solutions aimed at ensuring the maintenance of WLB, the results obtained in the course of the investigation correspond to the those referred to in the theoretical considerations [39, 40] . They confirm that older individuals represent a higher level of satisfaction with the achieved work-life balance than the younger ones.
In the context of the ongoing exploration of methods and tools that would encourage older workers to continue employment (conducted within both the theoretical and the practical dimension of enterprise operation [44] [45] [46] [47] [48] ), the results also have practical value. They show employers that conditions created in the workplace have a significant impact (greater than in the case of young people) on the maintenance of balance between work and personal life of older workers. Through actions aimed at increasing the availability of flexible solutions allowing for the maintenance of work-life balance employers gain the opportunity to influence their close-to-retirementage employees' decisions about delaying the end of their professional activity. In addition, the obtained results reflect the age-related variation of assessments formulated by the workers, related to activities undertaken in the organization by its management. Such variation is associated with the different needs and expectations of employees representing different age groups. Replies related to methods of managing an organization employing workers of different ages -having different needs -are provided by the concepts of age management [49] [50] [51] and diversity management [52, 53] . In view of the results presented in this article, the employers managing employee teams having diverse age structure should consider the implementation of the instruments proposed by researchers in both fields of management: age and diversity.
